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Overview 

Mission 
The mission of the Texas School for the Deaf is to ensure that students excel in an environment where they learn, grow, and belong. 
We support deaf students, families, and professionals in Texas by providing resources through outreach services. 
 
Vision 
Texas School for the Deaf is the innovative leader providing exemplary and comprehensive ASL/English bilingual education 
empowering students to be engaged, life-long learners. We are a welcoming, dynamic, and diverse community collaborating with the 
global community. 
 
We believe that: 

 Education is a responsibility shared by the students, family, school and community.  
 All students thrive and excel in a community that values diverse abilities, needs, and interests. 
 Treating people with dignity and respect is essential to a healthy and productive environment.  
 The development of the whole person socially, physically, intellectually, culturally, and emotionally is imperative to life-long 

success.  
 Involving people in decisions that impact their lives promotes ownership, commitment, action and a sense of value and 

pride.  
 A strong language foundation is essential to students’ success.              
 Deliberate and collaborative American Sign Language (ASL) and English language planning fosters language acquisition and 

learning.   
 Immersing students in Deaf Culture promotes a sense of belonging and acceptance, which in turn enhances positive identity 

and self-worth. 
 An interdisciplinary curriculum that focuses on creativity, critical thinking, problem solving, communication, and 

collaboration is essential to prepare students for life in the 21st century. 
 Students have the right to an education by motivated and engaged faculty and staff who apply current best practices.  
 Proficiency in 21st Century technology skills and tools is a requisite for success in a global community.  

	
  

Strategic Goals and Objectives 
Goal 1. Texas School for the Deaf students will demonstrate the academic, career and work, and life skills to become 

productive citizens and to achieve their maximum potential. 

Objective 1. TSD students will annually demonstrate progress in academic programs; career and work 
programs; and life skills programs. 

Goal 2. Texas students, professionals, families, individuals, local school districts, Regional Day School Programs for 
the Deaf (RDSPDs), and agencies will benefit from TSD outreach and resource services. 

Objective 2. Texas students, professionals, families, individuals, local school districts, Regional Day 
School Programs for the Deaf, and agencies will receive quality technical assistance from 
TSD. 

Functions.   

TSD provides a continuum of direct educational services to students, birth through twenty-two, who are deaf or hard of hearing; 
some of these students may have multiple disabilities.  TSD also directed to serve as a statewide educational resource. Through the 
Educational Resource Center on Deafness (ERCOD), TSD provides a variety of educational services to programs and professionals 
throughout the state working with and for persons who are deaf and hard of hearing.  (Texas Education Code, §30.051.) 
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Anticipated Changes to the Mission, Strategies, and Goals Over the Next Five Years  

TSD’s two primary functions–-serving students on the Austin campus and providing statewide outreach services—are expected to 
continue without change over the next five years.  TSD will continue to provide educational, residential support and related services 
to TSD’s on-site population of deaf and hard of hearing students.  TSD is experiencing, however, and expects to continue 
experiencing, a change in the nature of the population of students TSD serves.  If current trends continue, we will serve an increasing 
number of students with complex additional disabilities including medically fragile children.  TSD will likely also serve students who 
have a history of abuse, neglect and serious behavior issues.  At the same time, TSD’s population of “traditional” deaf children will 
grow as a result of the quality of the School’s reputation nationwide, the attraction of TSD as an employer for persons who are deaf 
and hard of hearing, and the general strength of the Austin area economy.   

The same is true for TSD’s outreach and resource mission.  Although the mission will remain the same, the need for services will 
expand.  As a “center” school for students who are deaf and hard of hearing, TSD has the centralized resources and expertise to share 
with school districts, families, and professionals involved in the education of deaf and hard of hearing students.  As TSD builds staff in 
the Educational Resource Center on Deafness, TSD’s outreach activities will increase.  TSD has also begun to work more 
collaboratively with Texas Education Agency statewide deaf services as well as statewide partners in the Education Service Centers 
charged with providing technical assistance in specified areas to professionals in deaf education.  Recently TSD has assumed a 
statewide leadership role in services to families. TSD expects to see growth in that role over the next five years including the 
establishment of a Family Resource Center on the campus in Austin. 

Additional Considerations 
Key Economic and Environmental Factors.   

 Energy Costs. The cost to provide electricity, natural gas and water has increased significantly in the last ten years.  
Additionally, increases in crude oil prices have resulted in higher consumer prices for gasoline, diesel fuel, commercial 
transportation fares and consumer products.  These increases have had a significant impact on the School’s budget. 

 The Employees Retirement System (ERS) reduced health benefits and increased employee 
contributions.  The once strong benefits package offered to state employees is losing ground each year.  Higher co-pays for 
medical and drug services make the benefits package less of a selling point for recruitment and retention purposes.   

 New Requirements For An Already Scarce Talent Pool.  Highly qualified deaf educators are in short supply and 
high demand and that shortage is expected to worsen over the next years. Teachers of children who are deaf or hard of 
hearing require specialized training to obtain the skills to meet the complex needs of the students, including competency in 
American Sign Language.  The teacher training programs are not preparing sufficient numbers of teachers to meet either 
replacement or growth needs.  Over the past decade, 21 university deaf education teacher-training programs were 
discontinued while only 12 new programs were initiated.  The status of teacher retention is equally dim.  Currently, 20% of 
teachers leave their jobs in less than five years. Ironically, at the same time TSD faces this serious teacher shortage, the No 
Child Left Behind act has imposed additional requirements for all teachers, including those who teach deaf students, in core 
academic areas.     

 Unemployment Rate.  Texas state salaries are simply not competitive with the rest of the nation.   The reduction in 
employee benefits and increased costs have adversely impacted employees.  As a result, we are unable to compete with the 
private sector and other states for qualified staff resulting in shortages in critical positions such as Educational 
Diagnosticians, Counselors, Nurses, Interpreters, Residential Educators, Teachers, and Teacher Aides. 

 Housing Costs.  Over the past decade, the population migration to Texas, especially Central Texas, has resulted in a 
dramatic increase in the cost of housing, making it more difficult to recruit from outside the area.  The average cost of homes 
has increased dramatically.  As a result, qualified applicants have declined job offers when they realized the high cost of living 
in Central Texas.  Others have relocated to Texas only to learn that the income they earn is not sufficient to allow them to 
continue living in Central Texas. 

 Transportation Costs.  The high cost of fuel has added to the financial burden of the lower income staff such as 
residential educators, cafeteria, transportation and maintenance staff.  Many find they are unable to live on only one income 
and must work more than one job to support themselves and their families.  Many TSD employees live outside the Austin 
city limits and the cost of travel to TSD has become increasingly burdensome. 
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 Current Economic Conditions. The uncertain economy, cost of housing, energy costs and other economic factors have 
combined to affect TSD’s ability to provide the quantity and quality of services needed on the TSD campus and across the 
state.  The unique nature of TSD’s staffing needs creates difficulty in maintaining a full staff.   Staffing shortages deprive 
students of the amount of individualized instruction they need and create circumstances where supervision may be 
inadequate.  Lack of staff makes it difficult to maintain the facilities thus possibly jeopardizing student health and safety.  
We have not been able to increase services to deaf students and their families across the state. 

 Response to Economic Conditions. To cope with the affect of past adverse economic conditions and limited resources, 
TSD has sought alternative methods of providing services.  Distance learning classrooms have been established and the use 
of video conferencing is increasing.  Resources are being shifted to provide services in communities across the state. 

 Current Customer Demands.  TSD’s customers include students, parents, and professionals throughout the state.  
TSD’s student population requires a level of services that the current number of professional and paraprofessional employees 
are unable to provide. Adding to this problem, the student population is also becoming increasingly multi-impaired and has 
complex needs for more intensive services related to the multiple impairments.   

 Parents of TSD students as well as parents of deaf children throughout the state require intensive 
training in sign language and parenting skills necessary for effective parenting of deaf children.  They 
require information about all services to which their child is legally entitled or otherwise needs including educational services 
(e.g.—the Individual Educational Plan and Admission, Review and Dismissal Process) and health services.  Additionally, as 
the population of TSD students living in Austin increases, their parents require increased levels of daily transportation.  

 Long Range Business Plans. TSD’s long-range business plan must include a variety of restructuring efforts to maintain 
a quality continuum of educational services for TSD students.  We need to continue to represent innovative strategies and 
proven methods for learning for deaf and hard of hearing students.  We need a comprehensive design for effective school 
functioning that aligns the School’s curriculum, technology and professional development into a coordinated plan to 
improve achievement.  We must maintain a continuous professional staff development and training program to meet the 
current workforce demands.  We need new areas of business and community support to implement school activities and 
programs.  TSD needs new sources of federal, state and local funding to sustain school reform efforts.  Lastly, and most 
importantly, TSD needs to have measurable goals for student performance and benchmarks for meeting those goals. 

 TSD Organization and Structure.  The School is divided into five divisions: executive, instructional, student support, 
residential and business.  
 The Executive Division, administered by the Superintendent, includes the Assistant Superintendent, Human 

Resources, Technology Services, Educational Resource Center on Deafness, Legal and Property/Facilities. 
 The Residential Division is administered by the Director of Residential Services and includes supervisors of Special 

Needs, Guidance Programs, Elementary, Middle School and High School Programs.  Program Supervisors assist the 
Director of Residential Services in the management of student residential programs.  

 The Instructional Division is administered by the Director of Instruction and includes the Early Childhood/Parent 
Infant Program, Elementary, Special Needs, Middle, High School, and Career Technology Services. 

 The Student Support Division is administered by the Director of Student Support Services and includes Admissions 
and Records, Assessment, Interpreting Services, Psychology, Social Work, Health Services. Occupational/Physical 
Therapy, Speech Therapy, Career/Vocational Counseling and Audiology.  These divisions support the Instructional 
Division.  

 The Business Services Division, managed by the Director of Business and Operations, includes Food Services, 
Transportation, Accounting and Payroll, Purchasing, Risk Management and Plant Maintenance. 
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Current Employee Climate and Workforce Profile
TSD participated in the Survey of Employee Engagement (SEE) in the spring of 2010 for the first time since 2004.  TSD’s employee 
participation rate in the survey was a robust 62%.  

Of the fourteen broad general constructs, employee ratings of TSD were either positive or a substantial strength in thirteen of the 
fourteen constructs.  The one category that was not rated as positive or a substantial strength was pay.  According to the SEE, scores 
below 325 should be a “significant source of concern.”  TSD’s rating on this construct was 236 – more than 100 points below the next 
lowest rating.

TSD employees identified six areas of substantial strength.  These are (in decreasing order of strength):  Supervision, Strategic, Physical 
Environment, Employee Engagement, Team, and Information Systems.  The seven areas in which employees think of the construct 
more positively than negatively – but are not substantial strengths – are (in decreasing order of strength):  Employee Development, 
Benefits, External Communication, Quality, Job Satisfaction, Diversity, and Internal Communication.  

TSD will continue the existing programs and practices that have led TSD employees to rate the school positively in thirteen out of the 
fourteen broad general constructs.  

Demographics: Gender, Race, Age and TSD Tenure 
TSD’s talented workforce of teachers, staff, and administrators is one of its greatest resources.  Every year, however, it becomes more 
difficult to nourish, retain, and replace this resource.  As a state agency that functions similarly to an independent school district, 
we are constantly asked to do more with less.  Paperwork overloads, compliance issues, and poor salaries challenge enthusiasm and 
commitment.  The salaries of classified staff are non-competitive and the demands of their jobs far exceed their compensation.  TSD’s 
professional faculty members, while paid on the same scale as Austin Independent School District teachers, are still experiencing high 
burnout.

Approximately 46% of TSD’s workforce is deaf or hard of hearing.  There is a higher percentage of deaf or hard of hearing staff in 
departments that provide direct care to TSD’s students.  Support functions generally have a lower percentage of deaf or hard of hearing 
staff.

Approximately two thirds of TSD’s workforce is female and one third is male.  This is a higher percentage of women compared to the 
overall workforce in Texas State Government, in which 56% of the workforce is female.  The breakdown of employees by gender at 
TSD has remained relatively constant over the last five years. 

TSD Employees by Gender

34.5%

65.4%

Female
Male
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Approximately three fourths of TSD employees are White and one quarter are minority employees. In Texas State Government overall, 
52% of employees are White, 24% are Hispanic, and 22% are Black. The percentage of Black employees at TSD has decreased by almost 
five percent over the last five years. It is important that TSD identify means of recruiting and retaining Black employees.

TSD employs staff of widely varying ages.  The largest segment of TSD employees is in the forty to forty nine year old range.  The 
percentage of employees under thirty at TSD has gradually decreased over the past five years; whereas the percentage of employees over 
fifty has increased.  Both the current breakdown of employees by age and the trend of more employees over 50 are comparable to the 
overall breakdown in Texas State Government.
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The majority of TSD’s employees have fewer than five years of work experience with TSD. There are more than thirty employees who 
have worked for TSD for at least twenty years.  This breakdown of employee length of service is comparable to service time at other 
agencies in Texas State Government.

Workforce Eligible to Retire Within the Next Five Years
An aging workforce is an on-going concern for TSD. An increasing number of employees are becoming eligible for retirement within 
the next five years. Because TSD does not have access to data regarding which employees withdrew their retirement contribution as 
part of the transition from the Teacher Retirement System to the Employees Retirement System in 1993, it is difficult to determine 
which employees will actually retire within the next five years. In 2009, TSD only had 7 employees retire.  This was the lowest number 
of retirees in the last five years.

As a result of the diminished highly qualified pool of applicants, TSD often re-hires TSD retirees in order to continue providing quality 
education and to stay compliant with the requirements of the Federal No Child Leave Behind Act.  In many cases these return to work 
retirees are hired back at their previous salaries, which continues to place a drain on TSD’s resources.

Employee Turnover
TSD’s employee turnover rate has been decreasing for the last five years.  TSD’s turnover rate for 2009 was 10.36%*, which was a 
decrease of nearly 6% compared to the previous year.  This decrease is primarily due to the increased retention rate of new employees.  
The turnover rate for new employees (employees with 0-2 years of employment at TSD) dropped in half from 25.90% to 12.60%.  

The low overall turnover rate can probably be largely attributed to the recession.  When the economy improves, it is important that TSD 
has programs in place to retain employees.  
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*This turnover rate includes all employees other than substitutes.  This rate differs from the official turnover rate as reported by the 
State Auditor’s Office (SAO); the SAO’s calculation only includes classified, regular, full time employees and therefore excludes all 
teachers and other contract staff. 

TSD’s turnover rate for contract staff declined dramatically in 2009.  Whereas the contract and classified turnover rates had been 
fairly consistent for the previous two years, the turnover rate for contract employees decreased to one fourth of the turnover rate for 
classified staff. 
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Workforce Skil ls Crit ical to the Mission and Goals  

TSD continually searches for individuals who are proficient in American Sign Language, are aware of issues related to deaf culture, 
and who possess quality education, experience, and qualifications particularly in the areas of education and child development.  
Technological skills for employees are also desirable as TSD continues to develop technology education programs, advance the 
technological base of the agency, and to explore the best uses of technology to support the deaf culture in Texas.  Other critical skills 
include sign language and interpretation skills, interpersonal skills, management skills, and skills in working collaboratively to resolve 
workplace problems and issues. 

Additional Considerations 

TSD has a growing customer base, both in the Austin area and throughout the state of Texas.  As this population increases, the need 
for specialized skills and increased numbers of administrative, support, and outreach staff will be a growing workforce issue.  The need 
to recruit, train and retain competent and qualified support staff may become a central issue for workforce planning, due to the special 
skills necessary to serve the deaf community throughout the state. 

	
  

 

Future Workforce Profile  

Expected Workforce Changes  

For the past five years, the school’s service load for on campus and short-term student programs have increased, with a low of 762 
students served in 2004-2005 and a high of 942 students served in 2008-2009.  This current school year our on campus enrollment is 
at 552, a 10% increase over last year at this time with our summer 2010 short term program numbers yet to be added. While TSD is 
fortunate to have this kind of viability when many schools for the deaf are struggling for their survival, our limited resources are 
causing us great concern about providing an appropriate education for our growing enrollment.  We are experiencing an increase in 
referral of students with complex medical, behavioral and educational needs.  The impact of this type of student on the budget is 
exponential and we find ourselves unable to provide the related and support services necessary for this type of student to access the 
general curriculum and receive a quality education.  We are left with no options but to seek additional resources to serve these growing 
needs. 

 
Future Workforce Skil ls Needed  

TSD’s dual mission is expected to remain stable for the foreseeable future.  TSD provides comprehensive educational and residential 
services to school-age students throughout Texas at the School during the regular school year; and serves as a primary statewide 
resource center promoting excellence in education for students who are deaf or hard of hearing through research, training, and 
demonstration projects. 

To achieve the goals supporting this mission, TSD will need teachers and other staff members with training, from universities, 
colleges, Educational Services Centers or other training sources in: 

 Auditory Impairment 

 Early childhood, handicapped  

 Generic special education  

 Seriously emotionally disturbed and autistic  

 Severely and profoundly handicapped 

 Math 

 Science 
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 English as a Second Language 

 Cochlear Implants 

 Management of students with behavior problems and disorders 

 Management with students with complex health needs 

 Instructional and administrative technology 

Additionally, TSD will need staff who have certification from the State Board of Educator Certification in the areas listed above. 

In addition, all TSD teachers who teach core academic subjects to deaf and hard of hearing students must achieve the “highly 
qualified” standard under No Child Left Behind.  This will require a comprehensive effort of additional professional development, 
new resources, and funds to support teachers in their academic coursework endeavors. 

We will continue to need certified or licensed professionals in the related services areas, but with particular emphasis on psychological 
support and assessment personnel because of anticipated attrition through retirement in this area, and the need for more intensive 
services related to student behavioral disorders. 

Another area of anticipated growth is for TSD data systems and records management.  Demands for real-time information have 
increased.  Having begun with one or two simple databases to track basic demographics, we have grown to well over 200 databases.  
TSD lacks sufficient staff to support the clerical data entry as well as the training for staff on how to maintain them.  The need for 
parent involvement has increased and the necessity for using solutions that are web based require higher levels of training.  
Additionally, managing multiple off-campus solutions requires stricter quality assurances for data integrity since often these systems 
are not relational. 

TSD also anticipates changes in key administrative positions in the next five years.  Schools for the deaf across the country are seeking 
qualified, experienced administrators for their programs and the available pool of candidates is dwindling at an alarming rate.   Many 
of TSD’s current principals and administrators have retired and been rehired and may soon consider leaving TSD.  TSD’s Assistant 
Superintendent position has been vacant for several years and TSD’s Superintendent retired and was rehired several years ago.  

The complexity and time demands and the conditions of the work itself have caused many talented people to not enter the field of 
deaf education.  For instance, stress, low pay, increased demands from unfunded mandates, higher student performance requirements, 
greater public expectations, board turnover, diminishing prestige, fear of poor superintendent/board relationships, and inadequate 
school funding are just a few of the issues that may be discouraging viable candidates from entering the field.  We will continue to 
address these issues to develop leaders who are prepared to advance into TSD leadership positions. 

Anticipated Changes in the Number of Employees Needed   

TSD does not have adequate staff for the students we currently serve, and assuming that both the number and complexity of students 
TSD serves increases, as anticipated, TSD will become more insufficiently staffed.  As enrollment rises, more staff will be needed, but 
that increase in staff will not necessarily be proportionate to current staffing needs.  The students referred to TSD by their school 
districts have more complex, multiply disabling conditions that require greater numbers of staff members for effective and safe service 
to these students.  

TSD also anticipates growth in outreach and resource services. TSD anticipates providing more outreach through technology 
innovations and expanding statewide videoconferencing consortium. 

As distance learning requests increase, so will the need for dedicated faculty positions to support these requests. Videoconferencing is 
an effective, but a complex initiative.  TSD already projects a need to expand the technology workforce to include experts on 
managing and maintaining videoconferencing services.  Public school programs and regional day school for the deaf programs would 
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like TSD to provide more diagnostic and assessment services for their students and families.  We currently have only three educational 
diagnosticians to serve over 500 on-site students. 

TSD is currently not adequately staffed to perform the second prong of its mission: serving as a primary statewide resource center 
promoting excellence in education for students who are deaf or hard of hearing through research, training, and demonstration 
projects. Statewide requests and needs far surpass the resources currently available to serve the state and additional employees are now 
needed to perform this part of the School’s mission. 

Additionally, TSD is currently experiencing shortages in the numbers of employees needed to maintain and manage the grounds of 
the 67-acre campus.  

 

Workforce Gap Analysis 

Anticipated Surplus or Shortage of Employees 

We anticipate shortages of employees in the following areas:   

 Teaching and related services. 

 Supervision, safety and instruction in the residential program of the School. 

 Maintenance and management of the grounds of our 67-acre campus and increased numbers of buildings.   

 Statewide outreach services through the Educational Resource Center on Deafness. 

 
Anticipated Surplus Or Shortage Of Skil ls 

We anticipate a shortage of skills in the following areas: 

 An insufficient supply of teachers certified to teach deaf students and who meet the requirements of No Child Left Behind, 

educational administrators, and related and support service professionals.  This insufficient supply largely due to increased 

demand, retirement, attrition, and the closing of university training programs for teachers of the deaf and hard of hearing. 

 The lack of staff knowledge and skills in behavior management required working with students who are presenting 

increasingly challenging disabilities. 

 The lack of staff necessary to provide supervision, safety and instruction in the residential program of the School. 

 A gap between the technological skills necessary to support innovation and integrate technology into the curriculum and the 

current staff skill set. 
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Strategy Development 

Specific Goals to Address Workforce Competency Gaps or Surpluses 
Goal 1:  Retention Programs   

 TSD will initiate new agency-wide retention programs.  Examples include: 

 When appropriate, flexible schedules for employees who perform satisfactorily will be developed, to allow greater 
individual emphasis to be placed on personal/home priorities while at the same time accomplishing TSD goals and 
objectives.   

 Educational reimbursement opportunities for employees who wish to obtain outside education directly related to the 
development and care of deaf students. 

 TSD employees will be encouraged to attend career development programs and training, at agency expense and on 
agency time.  In addition, the Human Resources Department will continue to research and develop in-house 
development programs for employees to assist them in reaching their maximum personal and professional potential. 

 Efforts to retain retiring employees as substitute employees. 
 Compensation analyses between TSD and nationwide deaf schools to ensure that TSD remains competitive in 

recruiting qualified staff. 
 Explore development of a formal succession planning program. 

 
 TSD has begun agency-wide programs to increase employee retention.  Examples of programs that have been implemented 

include: 

 A staff wellness program to augment the existing Employee Assistance Program. 
 A career ladder for qualified residential services staff who provide direct supervision and support of students 
 A supervisors’ academy, which entails management training for supervisors.  Topics include: FMLA, ADA, and 

documenting, coaching, and evaluating employee performance. 
 General interest training on various topics during the lunch hour and throughout the day. 

 

Goal 2:  Recruitment Programs   
 TSD will initiate agency-wide programs to expand its recruitment efforts.  Examples of programs being considered include: 

 An employee-referral program, whereby employees will be rewarded for referring a qualified applicant who is hired at 
the school. 

 Recruiting presence at statewide conferences for the deaf. 
 Further partnership with nationwide organizations supporting deaf services and universities with programs in deaf 

education, special education, deaf studies, and interpreting services. 
 Further development of TSD’s internship and volunteer programs to provide individuals with experience in the field of 

deaf education. 
 

 TSD has increased efforts to expand the recruitment of qualified staff.  Examples of these activities include: 

 Using social media sources (e.g. Facebook) to notify potential applicants as positions become available. 
 Creation of new job site web domain (www.tsd.jobs) to provide easier access to the TSD employment listing 
 An increased presence at job fairs and in recruitment activities nationwide, specifically those that focus on deaf 

education or special education. 
 Further participation in online recruiting through the use of online job boards career centers, and other media sources. 
 Survey new hires to identify the sources from which the employee first because aware of the job opening.  

 




